University of Kentucky

UKnowledge
Theses and Dissertations--Community &
Leadership Development

Community & Leadership Development

2018

FACTORS CONTRIBUTING TO JOB SATISFACTION, RETENTION,
AND ATTRITION OF AGRICULTURAL EDUCATORS: A SYNTHESIS
OF RESEARCH
Lee Nolan Thomsen
University of Kentucky, leenthomsen@gmail.com
Digital Object Identifier: https://doi.org/10.13023/ETD.2018.089

Right click to open a feedback form in a new tab to let us know how this document benefits you.

Recommended Citation
Thomsen, Lee Nolan, "FACTORS CONTRIBUTING TO JOB SATISFACTION, RETENTION, AND ATTRITION
OF AGRICULTURAL EDUCATORS: A SYNTHESIS OF RESEARCH" (2018). Theses and Dissertations-Community & Leadership Development. 41.
https://uknowledge.uky.edu/cld_etds/41

This Master's Thesis is brought to you for free and open access by the Community & Leadership Development at
UKnowledge. It has been accepted for inclusion in Theses and Dissertations--Community & Leadership
Development by an authorized administrator of UKnowledge. For more information, please contact
UKnowledge@lsv.uky.edu.

STUDENT AGREEMENT:
I represent that my thesis or dissertation and abstract are my original work. Proper attribution
has been given to all outside sources. I understand that I am solely responsible for obtaining
any needed copyright permissions. I have obtained needed written permission statement(s)
from the owner(s) of each third-party copyrighted matter to be included in my work, allowing
electronic distribution (if such use is not permitted by the fair use doctrine) which will be
submitted to UKnowledge as Additional File.
I hereby grant to The University of Kentucky and its agents the irrevocable, non-exclusive, and
royalty-free license to archive and make accessible my work in whole or in part in all forms of
media, now or hereafter known. I agree that the document mentioned above may be made
available immediately for worldwide access unless an embargo applies.
I retain all other ownership rights to the copyright of my work. I also retain the right to use in
future works (such as articles or books) all or part of my work. I understand that I am free to
register the copyright to my work.
REVIEW, APPROVAL AND ACCEPTANCE
The document mentioned above has been reviewed and accepted by the student’s advisor, on
behalf of the advisory committee, and by the Director of Graduate Studies (DGS), on behalf of
the program; we verify that this is the final, approved version of the student’s thesis including all
changes required by the advisory committee. The undersigned agree to abide by the statements
above.
Lee Nolan Thomsen, Student
Dr. Rebekah B. Epps, Major Professor
Dr. Patricia H. Dyk, Director of Graduate Studies

FACTORS CONTRIBUTING TO
JOB SATISFACTION, RETENTION, AND ATTRITION
OF AGRICULTURAL EDUCATORS: A SYNTHESIS OF RESEARCH

THESIS

A thesis submitted in partial fulfillment of the
requirements for the degree of Master of Science in
Community and Leadership Development in the
College of Agriculture, Food and Environment
at the University of Kentucky

By
Lee Nolan Thomsen
Lexington, Kentucky
Committee Chair: Dr. Rebekah B. Epps, Professor of Agricultural Education
Lexington, Kentucky
2018
Copyright © Lee Nolan Thomsen 2018

ABSTRACT OF THESIS

FACTORS CONTRIBUTING TO
JOB SATISFACTION, RETENTION, AND ATTRITION
OF AGRICULTURAL EDUCATORS: A SYNTHESIS OF RESEARCH

In recent years, School-Based Agricultural Education has been facing a shortage
of secondary teachers, due in part to low retention rates of these valuable educators. In
light of this shortage, a multitude of research has been conducted throughout the country
on challenges faced by agricultural educators, some as indicators of intent to leave the
profession. This thesis sought to synthesize the research conducted on job satisfaction,
retention, and attrition of School-Based Agricultural Educators order to identify prevalent
problems facing these teachers which may contribute to the decision to leave the
classroom. From the research, seven themes emerged as job-related factors contributing
to agriculture teacher job satisfaction, retention, and attrition: Work-Life Balance,
Workload, Time Management, Student Discipline, Administrative Support, Salary, and
Student Motivation.
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CHAPTER I: INTRODUCTION
Background
Since 1917, with the passing of the Smith-Hughes Vocational Education Act, high
schools in the United States have been offering a variety of Career and Technical
Education (CTE) programs as elective courses for students. One of these CTE programs
in United States high schools is School-Based Agricultural Education (SBAE). The
mission of agricultural education is to “prepare students for successful careers and a
lifetime of informed choices in the global agriculture, food, fiber and natural resources
systems” (National FFA Organization, 2015a, pg. 1).
The 3-circle Agricultural Education model, pictured in Figure 1.1, provides a
visual representation of the structure of SBAE (National FFA Organization, 2015a). In
this model, depicted as a 3-circle Venn Diagram, the three components of a high school
agriculture program operate both as their own entity, and overlap with the other two from
time to time.
Figure 1.1. The Agricultural Education Model (National FFA Organization, 2015a)
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The first circle in the three-component agricultural education model, Classroom
Instruction, describes contextual, inquiry-based instruction and learning through an
interactive classroom and laboratory. The second circle depicts involvement in the
National FFA Organization, which “makes a positive difference in the lives of students
by developing their potential for premier leadership, personal growth, and career success
through agricultural education” (National FFA Organization, 2015b, pg. 1). The final
circle is designated to the implementation of experiential, service, and/or work-based
learning in a Supervised Agricultural Experience (SAE) program. Students of SBAE
become immersed in all of these experiences from their first day in an agriculture
classroom.
SBAE and its three entities are intracurricular, because they are implemented both
inside and outside of the formal classroom. Teachers in other disciplines may only have
to concern themselves with preparing quality curriculum for classroom instruction, while
agriculture teachers must also dedicate time and energy to providing assistance with
Supervised Agricultural Experience programs and advising their chapter of the National
FFA Organization. All of these responsibilities contribute to the excessive time demands
of teaching School-Based Agricultural Education.

The Teacher Shortage
In recent years, SBAE has been experiencing a shortage of teachers (Smith,
Lawver, & Foster, 2018). Many have speculated on the primary reason for this shortage,
naming failed efforts to recruit new teachers into the profession to be the cause. However,
Ingersoll’s (2003) foundational piece posited teacher turnover is to blame. A recent
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longitudinal study from the United States Department of Education’s National Center for
Educational Statistics found 17% of teachers leave the classroom within the first 5 years
of teaching (Gray & Taie, 2015). The conversation about the implications of teacher
attrition has since spurred data collection on teacher retention specific to School-Based
Agricultural Education.
A primary source of available data regarding retention of teachers of SBAE is the
National Agricultural Education Supply and Demand Study, an ongoing project
sanctioned and sponsored by the American Association for Agricultural Education
(formerly the American Association for Teacher Educators in Agriculture) since 1965.
This document provides extensive data regarding agricultural education graduation rates
and agriculture teaching positions by state and university. The most recent full version of
the Supply and Demand Study was published by Kantrovich (2010), wherein the data
show the teacher shortage.
On years where a full version of the Supply and Demand Study is not published,
an Executive Summary is released. The 2017 Executive Summary shows there were 1834
open Agricultural Education teaching positions in 2017, of which 25.2% were filled with
an alternatively certified or non-licensed individual, and nearly 4% went unfilled entirely
(Smith, Lawver, Foster, 2018). These two documents, and their similar predecessors,
highlight the ongoing shortage of teachers of SBAE.

Attrition as a Contributor
An article by Ingersoll and Smith (2003) suggests recruitment of new teachers, a
strategy suggested by many to solve the teacher shortage, is not the solution. Ingersoll
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acknowledges efforts must be made to retain current teachers, which will ultimately solve
the teacher shortage. He also outlines reasons for attrition, including (in order of
significance) poor salary, student discipline problems, poor student motivation, lack of
faculty influence, etc. His work finds two thirds of all beginning teacher attrition is due to
pursuit of another job and dissatisfaction.
More recently and specifically, the National Teach Ag Campaign found more than
30 states are experiencing a shortage of teachers of SBAE (National Teach Ag Campaign,
2014). They posit a vast majority of the shortage is caused by agriculture teachers leaving
the profession for other opportunities, or teacher attrition as defined in this thesis. Other
causes of agriculture teacher shortage not addressed in this thesis, as stated by the
National Teach Ag Campaign, are agriculture teachers retiring, new agriculture teacher
positions opening due to growth, expansion of programs, and agricultural education
graduates accepting jobs outside of teaching.
Research highlighted in the 2017 Executive Summary of the National Agricultural
Education Supply and Demand Study (Smith, Lawver, & Foster, 2018) shows 702
School-Based Agricultural Educators who taught in the 2016-2017 school year would not
be returning to the classroom in 2017-2018, 5.53% of the total population. When
retention is as significant a problem as it is in the field of School-Based Agricultural
Education, it must be addressed as a solution to the teacher shortage.

Contributions to Attrition
The aforementioned National Agricultural Education Supply and Demand Study
provides data on where agriculture teachers go after they leave the classroom. Most
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recent data from 2017 show 18.2% employed in business and industry, 9.5% employed in
another educational content area (outside of Agricultural Education), and 3.0% employed
in production agriculture/farming, to name a few (Smith, Lawver, & Foster, 2018).
However, more interpretation is needed to identify the problems faced by teachers of
School-Based Agricultural Education, causing leavers to experience burnout and take an
initial interest in leaving the classroom.
Thorndike’s (1905) Stimulus-Response Theory at its core can help explain the
nature of this research synthesis. The root of this theory, which states a response does not
happen without the presence of a stimulus, is commonly used to explain behavior. In this
research synthesis, the “response” in question is leaving the teaching profession, and the
researcher is seeking to understand what stimuli are present in School-Based Agricultural
Education causing this response.
Attribution Theory (Kelley, 1967) further supports this theoretical framework,
theorizing a particular action should be attributed to some characteristic (internal) of the
person or to the environment (external). In this case, Attribution Theory shows
researchers the necessity of attributing the action of leaving School-Based Agricultural
Education to internal or external characteristics pertaining to teaching.
The purpose of this thesis is to synthesize research conducted on School-Based
Agricultural Educator retention and attrition in order to identify prevalent problems
facing these teachers which may contribute to the decision to leave the classroom.
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Definitions for this Study
The following are definitions for this study.
Attrition: The discontinuation of a teacher from formal classroom education. Also
referred to as “leavers” in Agricultural Education. Note: if a teacher leaves the formal
classroom to take a position in school administration, although they are still employed by
a formal school, they are classified as “attritted.”
In-Service: The designation describing a teacher of School-Based Agricultural Education
who currently holds a teaching position in a formal classroom.
Job Satisfaction: The extent to which a person's hopes, desires, and expectations about
the employment he/she is engaged in are fulfilled; the feeling of pleasure or fulfillment in
one’s job.
Pre-Service: The designation describing a post-secondary Agricultural Education student
currently earning a teaching certificate, before they take a full-time teaching position.
Retention: The continuation of a teacher in a formal classroom teaching position. Also
referred to as “stayers” in Agricultural Education. Note: if a teacher leaves one formal
classroom teaching position for another (i.e. – moving school districts), they are still
classified as “retained.”
School-Based Agricultural Education (SBAE): A Career and Technical Education
program found in a high school classroom in the United States, following the 3-circle
agricultural education model.
Stress: A state of mental or emotional strain or tension resulting from adverse or very
demanding circumstances.
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Purpose of this Study
In the midst of the shortage of teachers of School-Based Agricultural Education,
every stakeholder must do their part in combatting a major contribution to the shortage:
high rates of teacher attrition. Ample resources and programs exist to retain agriculture
teachers in their jobs once they are already in the classroom; yet the problem persists. To
address agriculture teacher attrition in the United States, researchers must take a
historical look at teacher attrition in School-Based Agricultural Education to determine
what job-related problems face teachers in this profession. Following Stimulus-Response
and Attribution Theories, the purpose of this thesis is to synthesize research conducted on
School-Based Agricultural Educator retention and attrition in order to identify prevalent
problems facing these teachers which may contribute to the decision to leave the
classroom.
This thesis will review the theoretical and conceptual framework, discuss research
methodology, provide a synthesis of factors contributing to agriculture teacher retention
according to research in this field, and will close with the recommendations and
implications of this research synthesis. The information gained through this research
synthesis may be used by agriculture Teacher Education Programs and by professional
development organizations in an attempt to address the teacher retention problem at its
source.
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CHAPTER II: THEORETICAL AND CONCEPTUAL FRAMEWORK
Introduction
In light of the ongoing shortage of teachers of School-Based Agricultural
Education (SBAE), research has been conducted to identify the root of the problem,
finding teacher attrition to be a primary cause of the shortage. While data exist to inform
researchers where agriculture teachers go after they leave the classroom, a comprehensive
analysis of factors contributing to these teachers’ desire to leave the classroom in the first
place is warranted. This literature review will provide a summary of what is known about
the destinations of leavers of SBAE and utilize the theoretical foundations of this thesis –
Behaviorism and Attribution Theory – to explain why further investigation into this
phenomenon is warranted.

Behaviorism: Stimulus-Response
The theory of Behaviorism is often credited to a joint effort between Ivan Pavlov,
John B. Watson, and B.F. Skinner. Although components of this theory were tested
earlier, the behaviorist movement started when John B. Watson published his article titled
“Psychology as the Behaviorist Views It” (Watson, 1913). Behaviorism as a whole is
primarily “concerned with observable stimulus-response behaviors, and states all
behaviors are learned through interaction with the environment” (McLoed, 2017). A
multitude of sub-theories have been created within Behaviorism; however, for the
purpose of this thesis, the researcher utilizes simply the framework of the foundation of
Behaviorism: Stimulus-Response Theory.
Stimulus-Response Theory, which is the true root of Behaviorism, essentially
states a behavioral response only occurs in the presence of a stimulus, either internal of or
8

external to the organism. Ivan Pavlov (1897) and B.F. Skinner (1948) hypothesized and
tested Stimulus-Response Theory in the field of psychology, resulting in the common
applications of classical and operant conditioning, respectively. However, for the purpose
of this research synthesis, the researcher is primarily interested in Stimulus-Response as a
foundation for behavior. This is best summarized by John B. Watson’s claim that
behavior, no matter how complex, can be reduced to a simple stimulus-response
association (Watson, 1913). In the field of Behaviorism, stimulus is defined as “any
feature of the environment that affects behavior,” and response is defined as “the
behavior elicited by the response” (McLeod, 2017).
In the field of School-Based Agricultural Education research, much research has
been conducted in an effort to understand and explain the high rates of attrition currently
facing School-Based Agricultural Education. Comprehensive data exist to tell researchers
where agriculture teachers go after they leave the teaching profession, per the National
Agricultural Education Supply and Demand Study (Smith, Lawver & Foster, 2017). This
source calls these data “reasons for leaving,” but the researcher argues many these are
simply the destinations of leavers. These data are shown in Table 2.1.
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Table 2.1: Destinations of leavers of SBAE in 2017 (Smith, Lawver, & Foster, 2018)

f

The researcher recognizes not all of the sources or destinations found in Table 2.1
above are ones over which the teacher would have any control. Those sources include:
Not offered a contract/terminated, health, and death. Still others are sources over which
the teacher would have had a certain level of control. The amount of control, however,
would be variable depending on the individual and is not evident in the published study
(Smith, Lawver, & Foster, 2018). Those sources include: Retirement, employed in
another educational content area (outside of Ag Ed), employed in production
agriculture/farming, stay at home parent/caregiver, continuing education/grad school.
Many of these sources could be the result of a decision made by administration, policy,
family values or religious affiliation (in the case of production agriculture/farming and
10

stay at home parent/caregiver); or could be a result of a choice made by the individual.
Again, the level of control had by each individual was not evident in the published study.
For the remaining sources, the researcher recognizes the variables at play in the decision
to take another job, but posits, according to the theories of Behaviorism, some sort of
negative stimulus must have been at play in their job in order for them to make the
decision (the response) to leave the classroom. Thus, there must be problems faced by
teachers of School-Based Agricultural Educators causing them to become either
dissatisfied or burnt out, leading to the consideration of leaving their classroom.

Attribution Theory
In an effort to further explain the stimuli referenced above, the causal dimensions
of behavior according to Bernard Weiner’s (1974) Attribution Theory were considered as
an additional theoretical framework for this research synthesis. According to Weiner, all
behaviors are attributed to internal or external causes, and are classified along three
causal dimensions:
1. Locus of causality (internal vs. external)
2. Stability (do causes remain constant over time or do they change?)
3. Controllability (factors which can be controlled [i.e. – skills] versus ones which
cannot be controlled [i.e. – others’ actions or luck])
The first causal dimension of behavior, locus of causality, is described as a spectrum
with two poles: internal and external. Where the attribution falls on this spectrum
depends on whether the cause of behavior is solely internal to the individual, solely
related to environmental or situational factors outside of the individual, or somewhere in
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the middle. The second dimension, stability, refers to the fluidity of the cause. The
question asked in this dimension is this: is this cause related to a temporary situation or a
more permanent one? The final dimension, controllability, is concerned with whether or
not the individual has perceived control of the cause.

Internal vs. External Attribution
Bernard Weiner’s Attribution Theory claims all behaviors can be attributed to
internal or external causes. Attributions have been simply defined as “perceived causes of
outcomes” (Schunck, 2008, p. 455). An internal attribution assigns causality to factors
within the individual, while an external attribution assigns causality to an outside agent or
force. Within the topic of School-Based Agricultural Educator attrition, an internal
attribution of the behavior of leaving the classroom would assign causality to low
perceived self-efficacy, lack of commitment, or feelings of inadequacy, to name a few
examples. An external attribution, however, suggests there are or were contributing
environmental factors to the decision to leave the classroom. For the purpose of this
thesis, the focus will be on external attributions.
Harold Kelley’s (1973) contributions to Attribution Theory help researchers
understand the implications of external attributions. According to Kelly, “[a] person
ordinarily takes actions appropriate to the meaning his causal interpretation gives to his
own [or others’] behavior” (1973, p. 126). For example, if a student receives a bad test
score and attributes his or her score to test difficulty, he or she is unlikely to modify their
studying strategy for the next test. This student has made an external attribution, therefore
believes changes to their own behavior will not make a difference in the future.
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To apply the above concept to this research synthesis’ effort to ascribe meaning to
agriculture teacher attrition, if research shows there are problems facing agriculture
teachers which would be attributed to external causes, it is likely those would be strong
contributions to teacher attrition. Because the teacher would perceive the causes of their
stress to be external, they would likely feel as though they have very little control over
the improvement of their working conditions and may choose to seek out alternative
career opportunities.
On the reverse side, if research indicates a majority of problems facing agriculture
teachers stem from factors internal to School-Based Agricultural Educators, teachers who
have a high level of commitment to their career may seek out assistance in their ability to
manage stressors in their job. This scenario necessitates a deeper look into teachers
perceived self-efficacy, resilience, and other related factors.
While the intention of this thesis is not to collect data from teachers who have left
School-Based Agricultural Education in an effort to determine the attributions they make
to their decision to leave the classroom, the researcher believes a comprehensive
synthesis of the findings of such studies from a variety of states and regions will provide
a rich analysis of teacher attrition. Drawing conclusions between multiple analyses will
assist research groups such as the American Association for Agricultural Education in
understanding this problem on a nationwide scale.

Attribution Theory in Action
In a 2015 article published in the American Education Research Journal regarding
teachers’ attributions regarding student success, it was found teachers most often
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attributed student outcome results to instruction (Bertrand & Marsh, 2015). Additionally,
teachers often focused on “student characteristics as plausible explanations for results”
(p. 887). The attributions assigned to student outcomes in this study revealed an external
locus of causality for the student, but an internal locus of causality for the teachers. This
study begs a question of post-secondary agricultural education on whether or not teacher
educators would attribute success of their agricultural education graduates to the
instruction they received in their Teacher Education Program.
Another article utilized Attribution Theory’s causal dimensions of attribution to
determine the effects of teachers’ attributions on their decision to leave the classroom.
The most salient finding from this research was teachers who perceived their stressors to
be personally controllable reported lower emotional exhaustion, greater job satisfaction,
less frequent illness, and a lower likelihood of quitting (Wang, Hall, & Rahimi, 2015).
The authors claim these findings are directly consistent with prior research testing
Attribution Theory in education. The findings of this study have significant implications
for agricultural education, because understanding the attributions leavers of SBAE make
to their decision to leave the classroom may assist in retaining teachers in their jobs.
Within the field of Agricultural Education, Blackburn, Bunch, and Haynes (2017)
utilized Attribution Theory as the conceptual framework for their study investigating
relationships between work-life balance, teacher self-efficacy, and job satisfaction. Their
conceptual framework is very similar to that of this thesis, claiming “it is imperative to
develop an understanding of factors that influence teacher attrition” (p. 4). This study was
a primary investigation of the influence of the aforementioned factors on agriculture
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teacher attrition, while the purpose of this thesis is simply to synthesize the existing
literature on those factors.

Importance of Attribution
Determining causality for behavior results in perceived understanding or mastery,
which provides a sense of confidence about a given topic. Furthermore, understanding the
“why” behind a behavior provides information which shapes future behavior. From this
framework of Attribution Theory, it is reasonable to suggest investigating attributions to
teacher attrition would provide a confidence to the research base in its effort to combat
this ongoing problem. Additionally, a better understanding of this behavior of leavers of
School-Based Agricultural Education may shape future behavior and decrease teacher
attrition.
Ascribing causality not only helps understand why an individual does what he or
she does but helps the spectator to anticipate the individual’s future response or behavior.
Gaier (2015), in an article investigating attribution theory as it pertains to teachers and
students, says, “the more a teacher understands the cause for a student’s behavior, the
more likely and able the teacher is to influence the student’s future behavior and decision
making” (p. 10). In the same article, Gaier claims accurate attributions for others’
behavior makes it easier to provide assistance. Better understanding factors contributing
to agriculture teacher attrition will make it easier for a variety of entities to help retain
teachers in their jobs.
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Summary
The theories of Behaviorism (Watson, 1913) and Attribution (Weiner, 1974) can
help explain the need for further investigation into agriculture teacher attrition. According
to the National Agricultural Education Supply and Demand Study, the field of
agricultural education research knows two things for sure: (1) a “de-facto ‘teacher
shortage’” has existed in agricultural education since at least 1965 (Kantrovich, 2010, p.
7), in part due to teacher attrition; and (2) data exist to show where agriculture teachers
go after they have left the classroom (Smith, Lawver, & Foster, 2017). The concepts of
Stimulus-Response and Weiner’s Causal Dimensions of Attribution help researchers to
understand there must be problems facing these teachers which contribute to the decision
to leave the classroom, and the behavior of attrition must be attributed in some way to
internal or external factors. A multitude of research has been conducted in an effort to
identify these factors. However, the literature lacks a comprehensive summary of the
factors found by each of these studies. The purpose of this thesis is to synthesize research
conducted on School-Based Agricultural Educator retention and attrition in order to
identify prevalent problems facing these teachers which may contribute to the decision to
leave the classroom.
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Research Questions
The following research questions have been developed. These questions will
assist in examining the essential theoretical components of this study.
1. What studies have been done within the agricultural education field on retention,
attrition, and job satisfaction of School-Based Agricultural Educators?
2. What populations have been studied within the research on teacher retention,
attrition, and job satisfaction in agricultural education?
3. What is the purpose of studies conducted on agriculture teacher retention,
attrition, and job satisfaction?
4. What findings have been made regarding job-related factors as contributors to
agriculture teacher job dissatisfaction and attrition?
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CHAPTER III: METHODOLOGY
Purpose of the Study
The purpose of this thesis is to synthesize research conducted on School-Based
Agricultural Educator retention and attrition in order to identify prevalent problems
facing agriculture teachers which may contribute to the decision to leave the classroom.
Based on research conducted within agricultural education, a definitive shortage of
agriculture teachers has been established, and a multitude of studies have determined
problems faced by teachers of SBAE within a variety of populations. Currently, a
synthesis of research summarizing the findings of each of these studies has not been
completed to determine the most prevalent job-related problems facing teachers of
School-Based Agricultural Education. The results of this synthesis are significant because
they will help stakeholders of SBAE understand the true problems facing agriculture
teachers which may be contributing to teacher attrition. Per Attribution Theory (Weiner,
1974), understanding these attributions will allow stakeholders to provide intentional
support to agriculture teachers in an effort to combat teacher attrition. Based on this
purpose, four research questions were raised:
1. What studies have been done within the agricultural education field on retention,
attrition, and job satisfaction of School-Based Agricultural Educators?
2. What populations have been studied within the research on teacher retention,
attrition, and job satisfaction in agricultural education?
3. What is the purpose of studies conducted on agriculture teacher retention,
attrition, and job satisfaction?
4. What findings have been made regarding job-related factors as contributors to
agriculture teacher job dissatisfaction and attrition?
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Research Methodology
The research design chosen for this study was a research synthesis. Research
syntheses allow researchers to systematically analyze past research regarding a specific
topic (Cooper, 2010). There are various types of research syntheses, each of which
provide researchers more specific focus for their study. For this study, a thematic
synthesis was deemed the best approach, because a thematic synthesis’ purpose it to
formalize and categorize the development of themes within the parameters of a group of
studies (Thomas & Hardin, 2008). This approach aims to evaluate research to bring it
together for an audience, while also maintaining each study’s complexity and specific
context (Thomas & Hardin, 2008).
Although qualitative research is often seen as non-generalizable due to its
perceived specificity to a certain group, time, or context (Thomas & Hardin, 2008);
research syntheses utilize multiple techniques to “collect, catalog, and combine primary
research” (Cooper, 2010, p. 7). These techniques will be discussed in detail in this
chapter in order to justify validity of this study. Utilizing techniques for a thematic
synthesis of the last 30 years of School-Based Agricultural Educator job satisfaction,
retention, and attrition will create a comprehensive list of job-related factors – or themes
– which may contribute to teacher attrition, which will be a valuable resource for
stakeholders of this important profession.
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Procedures
Cooper (2010) outlined seven steps when conducting a research synthesis:
1. Formulating the Problem
2. Searching the Literature
3. Gathering Information from Studies
4. Evaluating the Quality of Studies
5. Analyzing and Integrating the Outcomes of Studies
6. Interpreting the Evidence
7. Presenting the Results
Details regarding the methods and procedures of each of these steps are
outlined in the following sections, with specific details for steps six and seven provided
in Chapter 4.

Formulating the Problem
According to Cooper’s (2010) seven steps for conducting a research synthesis, the
first step before a researcher begins is to identify the problem. In formulating the
problem, researchers identify the question they seek to answer through research. In this
step, variables of interest were given clear and conceptual definitions, which were stated
in Chapter 1. The research purpose was stated in a way in which the research design can
be specified clearly and placed in a meaningful and historic context. The research method
was applied to this research synthesis by identifying research specific to agricultural
education.
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The American Association for Agricultural Education National Research Agenda
for 2016-2020 outlines the importance of retaining agriculture teachers in their jobs in
research priority 3: Sufficient Scientific and Professional Workforce That Addresses the
Challenges of the 21st Century. This research priority is intended to be “a problem of
focus for all aspects of agricultural education” (Roberts, Harder, and Brashear, 2016; p.
30). One of the research priority questions is as follows: “What methods, models, and
practices are effective in recruiting agricultural leadership, education, and communication
practitioners (teachers, extension agents, etc.) and supporting their success at all stages of
their careers?” (p. 31). As stated above and in the theoretical framework of this thesis, in
order to support agriculture teachers’ success in their careers, we must first identify the
problems facing them. Research priority 3 guided the purpose of this research synthesis:
to synthesize research conducted on School-Based Agricultural Educator retention and
attrition in order to identify prevalent problems facing agriculture teachers which may
contribute to the decision to leave the classroom.

Searching the Literature
This step outlines proper search parameters and exhausts terms in searches of
databases. Step two is also where complimentary and secondary searches were taken into
account and rigor of the research synthesis is maintained. According to Cooper (2010), a
rigorous research synthesis necessitates identifying search strategies and inclusion
criteria. Search strategies for this research synthesis included an investigation of
academic databases using EBSCOhost, Google Scholar, ERIC, and the Journal of
Agricultural Education Online. In addition, the reference lists of relevant studies were
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searched. Keywords and phrases used in the search process always included the phrase,
“agricultur* educator OR teacher,” and one of the following words of phrases:
“retention,” “attrition,” “job satisfaction,” or “stress.”
Search results were evaluated through an initial screening to ascertain relevance
to the research purpose based on the following inclusion criteria:
1. Within the field of agricultural education
2. Included key terms such as stress, job satisfaction, retention, and attrition
3. Research conducted within the United States as the context for this analysis
4. Available and accessible through online databases
5. Published between 1988 and 2018
The year 1988 was chosen as the parameter for two reasons: (1) Typical
retirement eligibility of teachers in the United States being mandated by number of years
a teacher has worked (often 30 years being the cutoff) means research conducted on
teacher attrition and job satisfaction in the last 30 years would include problems faced by
one generation of teachers (Doherty, Jacobs, & Leuken, 2015); and (2) A report from the
National Research Council’s Committee on Agricultural Education in Secondary Schools
calling for a restructuring of Vocational Agriculture classes to a more inclusive
Agricultural Education system was released in 1988 (National Research Council, 1988).
This report led to the restructuring of Vocational Agriculture into Agricultural Education.
Interestingly, the rebranding of the Future Farmers of America, the intra-curricular youth
organization advised by teachers of School-Based Agricultural Education, also coincided
with this cutoff year. The Future Farmers of America rebranded in 1988 to be named the
National FFA Organization and began work on modifying their emblem to read
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“Agricultural Education” rather than “Vocational Agriculture,” upon which the new
emblem was adopted in 1989. See Figure 3.1 for details.
Figure 3.1: Changes to the FFA Emblem over the years (Meyer, 2015)

f

While Kantrovich (2010) claims a “de-facto ‘teacher shortage’ has been a
problem faced by the profession of Agricultural Education for at least the 40 years
covered by [the National Agricultural Education Supply and Demand Study]” (p. 7), the
profession has debated the reality and severity of an agriculture teacher shortage (Brown,
1995; Parmley, Bowen, & Warmbrod, 1979). Due to inconclusive evidence and lack of
agreement within the profession on the nature of the teacher shortage, the parameter for
years of studies to include in this synthesis could not be determined based solely upon the
teacher shortage.
Because the nature of School-Based Agricultural Education changed in the year
1988, the job responsibilities of teachers and student demographics in secondary
agriculture programs would also have changed. Therefore, the problems faced by
teachers of SBAE after this restructuring would be different than problems faced by
teachers of vocational agriculture prior to 1988. Thus, research published after the year
1988 was chosen as a parameter for inclusion in this study.
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Gathering Information from Studies
Steps three and four ensured trustworthiness through consistency in following
specific inclusion and exclusion criteria. The researcher conducted a primary review of
each article to determine the findings of each, specifically which job-related factors were
affecting the teachers in their study. For the purpose of this synthesis, factors positively
correlated with job satisfaction and retention were considered attrition factors, just as
were factors negatively correlated with job satisfaction. For example, if a study
concluded “feeling fairly compensated” to be a positive influence on the decision to
remain in teaching, then “feeling poorly compensated” was identified as a factor which
may contribute to attrition. As was suggested by Cooper (2010) for syntheses with
multiple articles, detailed notes were kept containing the findings of each of the thirtyeight articles identified through the search criteria.

Evaluating the Quality of Studies
Once the initial literature search was complete, a secondary review of each study
was conducted to determine quality. Quality is defined in this research synthesis as
relevance to the research questions and theoretical framework. Studies not specifically
using the terminology outlined in the search criteria, as well as studies investigating the
effect of personality traits or other non-job-related factors as contributors to teacher
attrition were excluded from this synthesis. After primary and secondary analysis, a total
of thirty-eight studies met the inclusion criteria.
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Analyzing and Integrating the Outcomes of Studies
Each study was then reanalyzed to find common themes in their findings. Seven
prevalent factors contributing to job dissatisfaction and teacher attrition emerged as
themes from this research synthesis. From some articles emerged multiple factors, so
several articles were coded into two themes. Each of the seven themes was given a
definition and the definitions were approved by establishing an audit trail (Appendix A).
Emergent themes, frequencies of their appearance in research, and their operational
definitions are shown in Table 3.1.

Table 3.1: Factors (Themes) and Definitions
Factor
Work-Life Balance

f

Frequency Definition
Balances the needs and responsibilities of
23
professional life with the needs and responsibilities
of personal life
Meets the professional demands of teaching high
school agriculture (Classroom, FFA, SAE)

Workload

19

Time Management

13

Student Discipline

11

Administrative
Support

11

Secures and maintains intentional support of the
agriculture program from school administration

Salary

8

Feels fairly compensated for the amount of work
required to be an agriculture teacher

Student Motivation

7

Exhibits practical application of techniques for
fostering both intrinsic and extrinsic motivation
among students to promote engagement

Allocates time effectively and productively in
order to maximize professional efficiency
Uses effective reinforcement strategies to
manage student behavior and maintain a
positive classroom environment

Each of the emergent themes was initially named according to how the factor was
identified in research. After the definitions were created and approved by the panel of
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experts, the thirty-eight articles were then analyzed a fourth time to determine if more
themes were present in their findings. At this point, factors which had been named
something different in a study were classified into the themes of this synthesis by
comparing the definitions in this synthesis to the definitions of factors in each individual
study. For example, a factor called “paperwork” fits into the theme “Workload,” because
paperwork and lesson planning as a teacher fall into the classroom responsibilities of an
agriculture teachers; and a factor called “classroom management” fits into the theme
“Student Discipline,” because using effective student discipline strategies helps to ensure
classroom management. Step five allowed the researcher to document the results of the
synthesis clearly and completely, to identify important aspects of the study to the reader,
and to maintain consistency in results (Cooper, 2010).

Interpreting the Evidence and Presenting the Results
Utilizing the theoretical framework of this research synthesis, the emergent
themes were interpreted as evidence of job-related factors contributing to agriculture
teacher job satisfaction, retention, and attrition. The results will be presented as well as
the implications of this study and recommendations for the profession in Chapters 4 and 5
of this thesis.

Validity and Reliability in a Research Synthesis
Three critical approaches for addressing validity and reliability in research
syntheses were employed by the search and inclusion criteria. The three critical
approaches, as outlined by Cooper (2010), were search strategies, inclusion criteria, and
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categorization; each of which was described above. Furthermore, three validity concerns
remained at the forefront of this research synthesis.
The first of these areas of concern regarding validity was the difference in
methods and results of studies found in a literature search. This point necessitated
conducting this study as a thematic synthesis, where difference in methods and findings
do not affect synthesis results. Additionally, in a research synthesis, bias could be
realized during inclusion and exclusion of studies. The researcher combatted this by
referencing all inclusion and exclusion criteria during each study review and did not
exclude or include due to results of a study. Findings of each study were only reviewed to
establish relevance to the purpose of the synthesis.
The analysis of studies is another point of concern regarding validity in research
syntheses. If analysis is conducted inconsistently or incorrectly, the studies in the
synthesis will be misrepresented (Cooper, 2010). As aforementioned in the description of
step five, analysis and categorization were conducted consistently, while keeping the
approved definitions of factors in mind.
The third, and perhaps most important, area of validity and reliability concern was
in understanding the processes of conducting research syntheses. If any of the synthesis
procedures are omitted, it is difficult to evaluate conclusions, identify validity, and
reproduce the study (Cooper, 2010). The methods outlined in this chapter follow
Cooper’s (2010) seven steps for conducting a research synthesis and were followed
because they were chosen as best methods for answering the research questions. The
following chapter provides the results of implementing these methods.
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CHAPTER IV: FINDINGS
Presentation, Analysis, and Interpretation of Data
The purpose of this thesis was to synthesize research conducted on School-Based
Agricultural Educator retention and attrition in order to identify prevalent problems
facing agriculture teachers which may contribute to the decision to leave the classroom.
In presenting the results, the research questions were utilized to guide this section and
present the findings. The research questions for this thesis were:
1. What studies have been done within the agricultural education field on retention,
attrition, and job satisfaction of School-Based Agricultural Educators?
2. What populations have been studied within the research on teacher retention,
attrition, and job satisfaction in agricultural education?
3. What is the purpose of studies conducted on agriculture teacher retention,
attrition, and job satisfaction?
4. What findings have been made regarding job-related factors as contributors to
agriculture teacher job dissatisfaction and attrition?
The research synthesis revealed a total of thirty-eight articles meeting the
considerations of the study. These articles were synthesized and are presented in tabular
format. From those thirty-eight articles, seven themes emerged as prevalent job-related
problems facing agriculture teachers. The themes are as follows:
1. Work-Life Balance
2. Workload
3. Time Management
4. Student Discipline
5. Administrative Support
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6. Salary
7. Student Motivation
Tables are presented for each of the seven themes containing the three areas
analyzed for each article, thus addressing the four research questions above. The expertapproved definitions for each theme is presented with each table. Some articles contained
multiple themes, so rows are repeated in some tables. In the cases of repeated articles,
specific page numbers where the theme emerged in the article are given in the Findings
column, with explanation of coding when necessary. In an effort to save space, only the
specific findings pertaining to the theme are presented. Table 4.1 below outlines the first
theme, or factor, Work-Life Balance:

Table 4.1: Work-Life Balance

f

Definition: Balances the needs and responsibilities of professional life with the needs
and responsibilities of personal life
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Blackburn,
(1) Describe Louisiana Agriculture teachers Teachers were
Bunch, &
agriculture teachers’
who attended
undecided as to
Haynes
levels of teacher selfLouisiana
whether work
(2017)
efficacy, job
agriculture teacher’s interfered with their
satisfaction, and work- conference in July
family (p. 19)
life balance
2014 (N = 152)
Strong, positive
(2) Determine if a
correlation between
relationship exists
teacher self-efficacy
between the above
and job satisfaction
variables
Boone &
Identify and quantify
Agriculture teachers Balancing school and
Boone
the problems faced as employed in West
home was found to be
(2009)
beginning teachers
Virginia in the
a slight to moderate
and the problems
2002-2003 school
problem faced by both
teachers currently
year (N = 95)
beginning teachers and
face[d] in West
current teachers,
Virginia
among others (p. 6)
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Table 4.1: Work-Life Balance (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Bruening & Determine if factors
All secondary
Hoover
identified by Pajak
agricultural
(1991)
and Blasé (1989) can
education teachers
be used to explain the in the United States.
effectiveness and job
Random sample
satisfaction of
selected (n = 363)
secondary agricultural
instructors
Cano (2011) Theme Editor
N/A
Comments for
Volume 84, Issue 3 of
the Agricultural
Education Magazine:
Balancing Career and
Family, Preventing
Burnout

Chenevey,
Ewing, &
Whittington
(2008)

Clark,
Kelsey, &
Brown
(2014)

(1) Describe the
occurrence of burnout
and the level at which
burnout exists among
agricultural education
teachers in Ohio
(2) Consider the
relationships between
job satisfaction,
personal strain,
personal coping
resources, and burnout
among agricultural
education teachers
Explore and describe
secondary agriculture
teachers’ experiences
related to remaining in
the profession past the
point of retirement
eligibility

Agricultural
education teachers
in Ohio (N = 628),
of which a random
sample (n = 388)
were selected

5 agriculture
teachers in
Oklahoma who were
eligible for
retirement
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Findings
Teachers indicated
being married and
parenting (coded as
Work-Life Balance)
had the most negative
influence on their
performance as
teachers (p. 3)
Improving time
management, ensuring
you are doing
everything you can to
remedy a situation
yourself, speaking with
your supervisor,
changing jobs, and
changing careers are
steps to help work-life
balance
Individuals with high
levels of personal
strain (coded as WorkLife Balance) were
also at risk of
experiencing higher
levels of emotional
burnout (p. 8)

Career teachers
reported maintaining a
balance between work
and personal life as a
reason to remain in the
profession, among
others (p. 8)

Table 4.1: Work-Life Balance (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Crutchfield, Identify and describe
Southern Region
Ritz, &
factors related to
(AL, AR, FL, GA,
Burris
agriculture educator
LA, MS, NC, SC,
(2013)
career retention and
TN) agriculture
explore the
teachers who had
relationships between completed a
work engagement,
minimum of 4 years
work-life balance,
teaching in the
occupational
2009-2010 school
commitment, and
year (N = 1705),
personal and career
from which a
factors as related to
random sample was
the decision to remain selected (n = 314)
in the teaching
profession
Foster
Describe the unique
All female
(2001)
challenges, regarding
secondary
personal lives, family agricultural
and children, facing
education teachers
agricultural education employed in the
teachers
United States,
Puerto Rico, and the
Virgin Islands (N =
1694), stratified
random sample
selected (n = 962)
Hainline,
Ulmer, Ritz,
Burris,
Gibson
(2015)

Explore the influence
of gender on Texas
agricultural teachers’
perceived job
obligations and family
responsibilities

All agricultural
science teachers in
Texas during the
2013-2014 school
year (N = 1,921)
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Findings
A degree of work
interfering with family
exists (p. 7),
perceptions of being
able to create work-life
balance led to less
conflict between work
and family (p. 9)

High frequency of
statements reflecting
the need and challenge
to maintain a quality
agricultural
education/FFA
program while also
maintaining an
exemplary home life
may explain high
turnover rates among
this population (p. 8)
Hours spent at work
per week by Texas
agricultural science
teachers exceeds the
average American
work week (58.65 >
50.56), excessive time
devoted to careers
could cause adverse
effects on family life
and lead to attrition or
burnout

Table 4.1: Work-Life Balance (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Faulkner & Explore the personal
2 Agricultural
Ingram
world of two
Educators
(2011)
agricultural educators
and how they deal
successfully with the
demands of teaching
while remaining
healthy and taking
care of family

Findings
The need to balance
career and family is
becoming more
prevalent. Mentoring
programs and
professional
developments may be
helpful in maintaining
work-life balance

Lambert,
Henry, &
Tummons
(2011)

Investigate the
meaning early career
agriculture teachers
ascribe to their time

Early career
agriculture teachers
- six years or less
experience (n = 7; 2
from North Carolina
and 5 from
Missouri)

Personal and social
time for the teacher has
to be woven into or
around work (p. 8)

Lemons,
Brashears,
Burris,
Meyers, &
Price (2015)

Determine reasons
perceived by former
secondary agriculture
educators for leaving
the profession

Former secondary
agriculture teachers
who taught at least
one year in Texas
(n = 9)

Teachers reported not
enough time and
flexibility in their
schedules, spending
too many nights gone
from home (p. 8) as
perceived reasons for
leaving (coded as
Work-Life Balance)

Mundt &
Connors
(1999)

Identify problems and
challenges associated
with the first years of
teaching agriculture

Panel of Experts:
NVATA
Outstanding Young
Member Award
state winners for
1995 and 1996 (N =
61)

“Balancing
professional and
personal
responsibilities” (p. 6)
was identified as a very
important problem or
challenge faced by
beginning agriculture
teachers, among others
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Table 4.1: Work-Life Balance (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Murray,
Explore the career and All extended
Flowers,
family expectations of day/extended year
Croom, &
Georgia agricultural
Georgia agricultural
Wilson
teachers by gender as
teachers during the
(2011)
well as identify
2009-2010 school
challenges of
year (N = 303)
agricultural teachers to
balance career and
family responsibilities

Findings
Georgia agricultural
teachers were working
an average of 57 hours
per week (p. 5), one
third of respondents
reported it was always
difficult or impossible
to balance career and
family (p. 8)

Myers,
Dyer, &
Washburn
(2005)

Develop a consensus
listing of the major
problems facing
beginning agricultural
education teachers

Beginning middle
and/or high school
agriculture teachers
in Florida (n = 41)

Teachers indicated a
moderate-high level of
agreement with
“balancing work and
personal life” as a
problem faced, among
others (p. 5)

Odell,
Cochran, &
Gartin
(1990)

Investigate
relationships between
job satisfaction and
martial satisfaction of
secondary agriculture
teachers and their
spouses

Married vocational
agriculture teachers
and their spouses in
the Northeast
Region (N = 1541),
of which a random
sample was selected
(n = 212)

Conflict between
parents and
professional
responsibilities may
account for a negative
relationship between
presence of children in
the family and job
satisfaction (p. 5)
(coded as Work-Life
Balance)

Rowland
(2016)

Describe the work and
home life balance and
level of job
satisfaction of
Kentucky agricultural
educators

All agricultural
educators in
Kentucky in the
2015-2016 school
year who were on
extended contracts
(N = 248)

Participants indicated
time away from family
due to school/job
expectations was a
barrier to balancing
school and family (p.
45), 69% of
respondents claim
balancing career and
family is difficult at
times and 23% claimed
it was always difficult
(p. 49)
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Table 4.1: Work-Life Balance (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Smalley &
Explore self-reported
Agricultural
Smith
challenges, activities,
educators with 7 to
(2017)
and professional
15 years of teaching
development needs of experience who
mid-career
applied for the
agricultural educators NAAE XLR8
program (n = 35)
Sorensen &
McKim
(2014)

Examine the
relationships between
job satisfaction,
professional
commitment, and
perceived ability to
achieve work-life
balance among
agriculture teachers

All school-based
agriculture teachers
in Oregon during
the 2013-2014
school year (N =
111)

Stair,
Warner, &
Moore
(2012)

Identify current
concerns for three
distinct groups
involved in
agricultural education
at North Carolina
State University: preservice introductorylevel students, seniorlevel students, and
first year teachers
Determine primary
factors contributing to
intention to leave the
profession among
Georgia agriculture
teachers

Pre-service
introductory level
students (N = 40),
Pre-service seniorlevel students (N =
15), and first year
teachers in the
2008-2009 school
year (N = 22)

Explore and compare
the current level of job
stress among
secondary agriculture
teachers in Missouri
and North Carolina

Secondary
agriculture teachers
in Missouri (n =
252) and North
Carolina (n = 118)

Tippens,
Ricketts,
Morgan,
Navarro, &
Flanders
(2013)
Torres,
Lawver, &
Lambert
(2009)

Agricultural
Education teachers
in Georgia (N =
390), of which a
random sample was
selected (n = 248)
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Findings
Mid-career challenge
of work-life balance
was frequently
identified (p. 7), among
others

Teachers identified
only mediocre levels of
ability to achieve
work-life balance (p.
8), teachers without
children reported
higher levels of job
satisfaction and
professional
commitment (p. 8)
In-service respondents
were moderatelyextremely concerned
about balancing
personal and
professional
responsibilities (p. 7),
among others

18.1% of teachers who
stated they were likely
or very likely to leave
the profession said they
would likely leave
because of children and
family commitments
(p. 10), among others
“Working overtime” &
“Insufficient personal
time” identified as high
stress items for these
teachers (p. 7), among
others (coded as WorkLife Balance)

Table 4.1: Work-Life Balance (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Touchstone Identify challenges
Agricultural
(2015)
faced by beginning
educators in Idaho
agricultural education (n = 181: 88 veteran
instructors
teachers, 36
beginning teachers,
57 building
administrators)

Findings
77.78% of respondents
agreed balancing life
and work was a
challenge for beginning
teachers (p. 10), among
others

The theme of Work-Life Balance emerged most often in research conducted
within agricultural education on teacher retention, attrition, and job satisfaction. In total,
twenty-three of the thirty-eight articles included in this research synthesis investigated the
effect of Work-Life Balance on job satisfaction and teacher attrition, to some extent.
Table 4.1 shows the pertinent information from these studies. Many of these articles were
qualitative studies, attempting to gain a deeper understanding of teachers’ experiences
with this phenomenon.
Of the articles within this theme, six specifically investigated job satisfaction and
found Work-Life Balance to have an impact on levels of job satisfaction (Blackburn,
Bunch, & Haynes, 2017; Bruening & Hoover, 1991; Chenevey, Ewing, & Whittington,
2008; Odell, et al., 1990; Rowland, 2016; Sorensen & McKim, 2014), and fourteen
investigated problems or challenges faced by teachers of School-Based Agricultural
Education – perhaps as an indicator of intent to leave the classroom – and found WorkLife Balance to be a problem or challenge faced by these teachers (Boone & Boone,
2009; Cruchfield, Ritz, & Burris, 2013; Foster, 2001; Hainline, et al., 2015;
Lambert, et al., 2011; Lemons, et al., 2015; Mundt & Connors, 1999; Murray, et al.,
2011; Myers, Dyer, & Washburn, 2005; Smalley & Smith, 2017; Stair, Warner, &

35

Moore, 2012; Tippens, et al., 2013; Torres, Lawver, & Lambert, 2009; Touchstone,
2015).
Articles containing findings pertaining to the second theme of this research
synthesis, Workload, are shown in the table below.

Table 4.2: Workload

f

Definition: Meets the professional demands of teaching high school agriculture
(Classroom, FFA, SAE)
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Boland,
Determine the most
Early career agriTeachers indicated
King,
common stressors new science teachers in
overburdened
Williams,
and beginning
Georgia, defined as
workloads and
Duncan, &
agricultural education those in their 5th year excessive paperwork
Ricketts
teachers are faced with of teaching (N =
were high stress items
(2010)
142)
(p. 6), among others
Boone &
Identify and quantify
Agriculture teachers Paperwork (coded as
Boone
the problems faced as employed in West
Workload) was found
(2009)
beginning teachers
Virginia in the 2002- to be a slight to
and the problems
2003 school year
moderate problem
teachers currently
(N = 95)
faced by both
face[d] in West
beginning teachers and
Virginia
current teachers, among
others (p. 6)
Chenevey,
Ewing, &
Whittington
(2008)

(1) Describe the
occurrence of burnout
and the level at which
burnout exists among
agricultural education
teachers in Ohio
(2) Consider the
relationships between
job satisfaction,
personal strain,
personal coping
resources, and burnout
among agricultural
education teachers

Agricultural
education teachers in
Ohio (N = 628), of
which a random
sample (n = 388)
were selected
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Individuals with high
levels of occupational
stress (coded as
Workload) were also at
risk of experiencing
higher levels of
emotional burnout (p.
8)

Table 4.2: Workload (continued)
Author(s)
Research Purpose
(year)
Clark,
Explore and describe
Kelsey, &
secondary agriculture
Brown
teachers’ experiences
(2014)
related to remaining in
the profession past the
point of retirement
eligibility

Study
Population/Size
5 agriculture
teachers in
Oklahoma who were
eligible for
retirement

Findings
Career teachers
reported a reduction in
workload later in their
careers as a reason to
remain in the
profession, among
others (p. 9)

Duncan,
Ricketts,
Peake, &
Uesseler
(2006)

Identify the teacher
preparation and inservice needs of
Georgia agricultural
education teachers

All middle and high
school agricultural
education teachers in
Georgia during the
2004-2005 school
year (N = 348)

Teachers indicated a
need for more preservice and in-service
preparation on
preparing FFA
proficiency awards and
degree applications,
and developing SAE
opportunities for
students (p. 8), among
others (coded as
Workload)

Kelsey
(2006)

Investigate the careerrelated experiences of
female preservice
students in the
agriculture education
department at
Oklahoma State
University and Ag Ed
teachers in Oklahoma

Female students who
took at least one
preservice course at
Oklahoma State
University from
1999-2004, and all
female agriculture
teachers in the state
(N = 78)

Female teachers
indicated time on the
job as barrier to success
in teaching agriculture,
claiming many teachers
work 12-hour days and
weekends to “meet the
demands of the
profession” (p. 6)
(coded as Workload)

King,
Rucker, &
Duncan
(2013)

Develop an
understanding of
challenges faced by
female agricultural
education teachers

All female
agricultural
education teachers in
NAAE Region V
(AL, FL, GA, MS,
NC, SC, & TN) (N =
423)

Teachers identified
preparing FFA
proficiency
applications (p. 6) and
paperwork/reports (p.
7) were the most
stressful items on the
survey (coded as
Workload)
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Table 4.2: Workload (continued)
Author(s)
Research Purpose
(year)
Lambert,
Investigate the
Henry, &
meaning early career
Tummons
agriculture teachers
(2011)
ascribe to their time

Study
Population/Size
Early career
agriculture teachers six years or less
experience (n = 7; 2
from North Carolina
and 5 from
Missouri)

Findings
Some teachers
indicated they have so
much work to do they
work all seven days at
school as part of their
routine, or they are
“only at home to sleep”
(p. 7), are at school
from 6:00am to
10:00pm during the
early years (p. 8)
(coded as Workload)

Lambert,
Torres, &
Tummons
(2012)

Describe the
relationship between
beginning teachers’
perceived ability to
manage their time and
their level of stress

Beginning teachers
who participated in
the teacher induction
program in Missouri
during the 20082009 school year (n
= 36)

Beginning teachers
were least capable of
resisting involvement at
work and taking action
on tasks/assignments
(p. 7) and struggled
with paperwork (p. 7),
among others (coded as
Workload)

Lemons,
Brashears,
Burris,
Meyers, &
Price (2015)

Determine reasons
perceived by former
secondary agriculture
educators for leaving
the profession

Former secondary
agriculture teachers
who taught at least
one year in Texas (n
= 9)

Teachers reported
multiple
responsibilities –
including those outside
of the classroom – and
that there is always
something going on
year-round (p. 8) as
perceived reasons for
leaving (coded as
Workload)

Mundt &
Connors
(1999)

Identify problems and
challenges associated
with the first years of
teaching agriculture

Panel of Experts:
NVATA
Outstanding Young
Member Award state
winners for 1995
and 1996 (N = 61)

“Managing the overall
activities of the FFA
chapter” (p. 6) was
identified as a very
important problem or
challenge faced by
beginning agriculture
teachers, among others
(coded as Workload)
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Table 4.2: Workload (continued)
Author(s)
Research Purpose
(year)
Myers,
Develop a consensus
Dyer, &
listing of the major
Washburn
problems facing
(2005)
beginning agricultural
education teachers

Study
Population/Size
Beginning middle
and/or high school
agriculture teachers
in Florida (n = 41)

Findings
Teachers identified
advising the FFA
chapter, curriculum
development & lesson
planning, managing
paperwork and finances
as major problems
faced, among others (p.
4) (coded as Workload)

Ritz, Burris,
Brashears,
& Fraze
(2013)

Determine the effects
of a time management
seminar on stress and
job satisfaction of
beginning agriculture
teachers

Secondary
agricultural science
instructors in the
first or second year
of teaching, based
on geographical
region in Texas (N =
23)

“Work-related stress”
measured above a
noticeable level of
stress for these
teachers, among others
(p. 7) (coded as
Workload)

Smalley &
Smith
(2017)

Explore self-reported
challenges, activities,
and professional
development needs of
mid-career agricultural
educators

Agricultural
educators with 7 to
15 years of teaching
experience who
applied for the
NAAE XLR8
program (n = 35)

Mid-career challenge
of course/lesson
preparation was
frequently identified (p.
7), among others
(coded as Workload)

Stair,
Warner, &
Moore
(2012)

Identify the current
concern level for three
distinct groups
involved in
agricultural education
at North Carolina
State University: preservice introductorylevel students, seniorlevel students, and
first year teachers

Pre-service
introductory level
students (N = 40),
Pre-service seniorlevel students (N =
15), and first year
teachers in the 20082009 school year (N
= 22)

In-service respondents
were concerned about
organizing FFA
activities, managing
finances of the
program, developing
and managing SAE
programs, completing
paperwork, and class
preparation (p. 7),
among others (coded as
Workload)
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Table 4.2: Workload (continued)
Author(s)
Research Purpose
(year)
Talbert,
Develop personal
Camp, &
accounts of the first
Heathyear of three
Camp
beginning agriculture
(1994)
teachers

Study
Population/Size
Beginning
agriculture teachers
(n = 3)

Tippens,
Ricketts,
Morgan,
Navarro, &
Flanders
(2013)

Determine primary
factors contributing to
intention to leave the
profession among
Georgia agriculture
teachers

Agricultural
Education teachers
in Georgia (N =
390), of which a
random sample was
selected (n = 248)

Teachers had a
moderate level of
disagreement with
statements such as
“Amount of prep time
required for this
program is adequate”
and “Hours of this job
are satisfactory” (p. 8),
among others (coded as
Workload)

Torres,
Lawver, &
Lambert
(2009)

Explore and compare
the current level of job
stress among
secondary agriculture
teachers in Missouri
and North Carolina

Secondary
agriculture teachers
in Missouri (n =
252) and North
Carolina (n = 118)

“Excessive paperwork”
identified as the highest
stressor for these
teachers (p. 7), among
others (coded as
Workload)

Touchstone
(2015)

Identify challenges
faced by beginning
agricultural education
instructors

Agricultural
educators in Idaho (n
= 181: 88 veteran
teachers, 36
beginning teachers,
57 building
administrators)

90.11% of respondents
agreed “balancing
volume of work” (p. 9)
was a challenge for
beginning teachers and
85.71% agreed that
“completing and
comprehending
paperwork” (p. 10) was
a problem, among
others (coded as
Workload)
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Findings
Unique requirements of
teachers of agricultural
education (advising the
FFA, purchasing
laboratory supplies,
etc.) were identified as
a problem faced by
these beginning
teachers (p. 3), among
others (coded as
Workload)

Table 4.2 includes findings from nineteen articles which found Workload to be a
problem facing teachers of School-Based Agricultural Education. Only two of the articles
in this theme specifically used the term “workload” to describe the phenomenon (Boland,
et al., 2010; Clark, Kelsey, & Brown, 2014), so a significant amount of coding was
necessary using the approved definition of Workload in this research synthesis. For each
of the articles in Table 4.2, specific verbiage and page numbers are provided in the
rightmost column, referencing where the findings coded as Workload were located in the
article. Eight of the articles found the job responsibility of paperwork to be a cause of
stress and job dissatisfaction (Boland, et al., 2010; Boone & Boone, 2007; King, Rucker,
& Duncan, 2013; Lambert, Torres, & Tummons, 2012; Myers, Dyer, & Washburn, 2005;
Stair, Warner, & Moore, 2012; Torres, Lawver, & Lambert, 2009; Touchstone, 2015).
Because a significant amount of paperwork is associated with each of the three elements
of School-Based Agricultural Education (Classroom Instruction, FFA, and SAE), articles
mentioning paperwork were coded into the theme Workload.
The third emergent theme in this research synthesis was regarding the job-related
factor of Time Management. Findings from articles coded into this theme are shown in
Table 4.3 below.
Table 4.3: Time Management

f

Definition: Allocates time effectively and productively in order to maximize
professional efficiency
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Boland,
Determine the most
Early career agriTeachers indicated time
King,
common stressors new science teachers in
constraints were a high
Williams,
and beginning
Georgia, defined as
stress item (p. 6),
Duncan, &
agricultural education those in their 5th year among others (coded as
Ricketts
teachers are faced with of teaching (N =
time management)
(2010)
142)
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Table 4.3: Time Management (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Boone &
Identify and quantify
Agriculture teachers
Boone
the problems faced as employed in West
(2009)
beginning teachers
Virginia in the 2002and the problems
2003 school year
teachers currently
N = 95
face[d] in West
Virginia

Findings
Time management was
found to be a slight to
moderate problem
faced by both
beginning teachers and
current teachers, among
others (p. 6)

Cano (2011) Theme Editor
Comments for
Volume 84, Issue 3 of
the Agricultural
Education Magazine:
Balancing Career and
Family, Preventing
Burnout

N/A

Improving time
management, ensuring
you are doing
everything you can to
remedy a situation
yourself, speaking with
your supervisor,
changing jobs, and
changing careers are
steps to help work-life
balance

Chenevey,
Ewing, &
Whittington
(2008)

(1) Describe the
occurrence of burnout
and the level at which
burnout exists among
agricultural education
teachers in Ohio
(2) Consider the
relationships between
job satisfaction,
personal strain,
personal coping
resources, and burnout
among agricultural
education teachers

Agricultural
education teachers in
Ohio (N = 628), of
which a random
sample (n = 388)
were selected

Individuals with high
levels of occupational
stress (coded also as
Time Management)
were also at risk of
experiencing higher
levels of emotional
burnout (p. 8)

King,
Rucker,
Duncan, &
Boland
(2013)

Determine if stressors
differ among new
teachers based upon
gender

Agriculture teachers
in Georgia who had
been teaching 1-5
years (N = 142)

“Time constraints” and
“Demands of time”
were more significant
problems for females
than for males, among
others (p. 7) (coded as
Time Management)
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Table 4.3: Time Management (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Lambert,
Investigate the
Early career
Henry, &
meaning early career
agriculture teachers Tummons
agriculture teachers
six years or less
(2011)
ascribe to their time
experience (n = 7; 2
from North Carolina
and 5 from
Missouri)

Findings
Beginning teachers
experience tensions
between how they
would like to spend
their time and how they
actually spend their
time (p. 9)

Mundt &
Connors
(1999)

Identify problems and
challenges associated
with the first years of
teaching agriculture

Panel of Experts:
NVATA
Outstanding Young
Member Award state
winners for 1995
and 1996 (N = 61)

“Properly managing
your time” (p. 6) was
identified as a very
important problem or
challenge faced by
beginning agriculture
teachers, among others

Myers,
Dyer, &
Washburn
(2005)

Develop a consensus
listing of the major
problems facing
beginning agricultural
education teachers

Beginning middle
and/or high school
agriculture teachers
in Florida (n = 41)

Teachers identified
time/stress
management as a major
problem faced, among
others (p. 4)

Ritz, Burris,
Brashears,
& Fraze
(2013)

Determine the effects
of a time management
seminar on stress and
job satisfaction of
beginning agriculture
teachers

Secondary
agricultural science
instructors in the
first or second year
of teaching, based
on geographical
region in Texas (N =
23)

Time management
measured above a
noticeable level of
stress for these
teachers, among others
(p. 7)

Smalley &
Smith
(2017)

Explore self-reported
challenges, activities,
and professional
development needs of
mid-career agricultural
educators

Agricultural
educators with 7 to
15 years of teaching
experience who
applied for the
NAAE XLR8
program (n = 35)

Mid-career challenge of
time management was
frequently identified (p.
7), among others
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Table 4.3: Time Management (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Stair,
Identify the current
Pre-service
Warner, &
concern level for three introductory level
Moore
distinct groups
students (N = 40),
(2012)
involved in
Pre-service senioragricultural education level students (N =
at North Carolina
15), and first year
State University: pre- teachers in the 2008service introductory2009 school year (N
level students, senior- = 22)
level students, and
first year teachers
Talbert,
Camp, &
HeathCamp
(1994)
Touchstone
(2015)

Develop personal
accounts of the first
year of three
beginning agriculture
teachers
Identify challenges
faced by beginning
agricultural education
instructors

Findings
In-service respondents
were moderately
concerned about
managing time (p. 7),
among others

Beginning
agriculture teachers
(n = 3)

Time management was
identified as a problem
faced by these
beginning teachers (p.
4), among others
Agricultural
82.42% of respondents
educators in Idaho (n agreed time
= 181: 88 veteran
management was a
teachers, 36
challenge for beginning
beginning teachers,
teachers (p. 9), among
57 building
others
administrators)

Table 4.3 includes pertinent information from twelve articles in this research
synthesis containing the theme Time Management as a problem facing agriculture
teachers. Findings from articles in this research synthesis were coded into the theme Time
Management based upon their use of the word “time” or specific use of the term “time
management.” Of the twelve articles in this theme, eight also identified Work-Life
Balance as another problem and were additionally coded into Work-Life Balance
accordingly (Boone & Boone, 2009, Cano, 2011; Chenevey, Ewing, Whittington, 2008;
Lambert, et al., 2011; Mundt & Connors, 1999; Myers, Dyer, & Washburn, 2005;
Smalley & Smith, 2017; Touchstone, 2015).
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A note should be made here regarding the connection between the first three
themes emerging from the research: Work-Life Balance, Workload, and Time
Management. The researcher recognizes the interconnected nature of these three factors,
but the respective definitions help explain why they emerged as three different themes.
Work-Life Balance is different from Time Management because Time Management is
concerned solely with allocating time in the workplace to maximize professional
efficiency, while Work-Life Balance is concerned with the ability to balance professional
responsibilities with personal responsibilities. Workload can be seen as the antecedent to
both of these phenomena, because the excessive workload of teachers of School-Based
Agricultural Education due to the demands of classroom, FFA, and SAE puts pressure on
Time Management skills and Work-Life Balance.
Findings from the fourth emergent theme from this research synthesis, Student
Discipline, are provided in the table below.
Table 4.4: Student Discipline

f

Definition: Uses effective reinforcement strategies to manage student behavior and
maintain a positive classroom environment
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Blackburn
Describe the current
Early career
Relationships between
(2007)
level of teacher selfKentucky agriculture classroom management
efficacy and job
teachers (N = 80)
and job satisfaction was
satisfaction among all
positive and substantial
early career Kentucky
(p. 39) (coded as
agriculture teachers
Student Discipline)
Boone &
Boone
(2009)

Identify and quantify
the problems faced as
beginning teachers
and the problems
teachers currently
face[d] in West
Virginia

Agriculture teachers
employed in West
Virginia in the 20022003 school year
N = 95
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Student Discipline was
found to be a slight to
moderate problem
faced by beginning
teachers, among others
(p. 6)

Table 4.4: Student Discipline (continued)
Author(s)
(year)
Duncan,
Ricketts,
Peake, &
Uesseler
(2006)

Research Purpose
Identify the teacher
preparation and inservice needs of
Georgia agricultural
education teachers

Study
Population/Size
All middle and high
school agricultural
education teachers in
Georgia during the
2004-2005 school
year (N = 348)

Findings
Teachers indicated a
need for more preservice and in-service
preparation on
managing student
behavior problems (p.
7), among others
(coded as Student
Discipline)

King,
Rucker, &
Duncan
(2013)

Develop an
understanding of
challenges faced by
female agricultural
education teachers

All female
agricultural
education teachers in
NAAE Region V
(AL, FL, GA, MS,
NC, SC, & TN) (N =
423)

Teachers identified
managing student
behavior as a high
stress item (p. 7),
among others (coded as
Student Discipline)

Mundt &
Connors
(1999)

Identify problems and
challenges associated
with the first years of
teaching agriculture

Panel of Experts:
NVATA
Outstanding Young
Member Award state
winners for 1995
and 1996 (N = 61)

“Using proper
classroom management
strategies and dealing
with student discipline
problems” (p. 6) was
identified as a very
important problem or
challenge faced by
beginning agriculture
teachers, among others

Myers,
Dyer, &
Washburn
(2005)

Develop a consensus
listing of the major
problems facing
beginning agricultural
education teachers

Beginning middle
and/or high school
agriculture teachers
in Florida (n = 41)

Teachers indicated a
high level of agreement
with “management of
student discipline in the
classroom” as a
problem faced, among
others (p. 5)
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Table 4.4: Student Discipline (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Rice,
Analyze agricultural
Agricultural
LaVergne,
education teachers’
education teachers in
& Gartin
attitudes toward
West Virginia (N =
(2011)
selected school
90)
components as
motivational factors to
continue teaching and
demotivational factors
to discontinue
teaching

Findings
Teachers agreed that a
top demotivational
factor to discontinue
teaching was, “student
discipline problems in
classrooms and
laboratories” (p. 6),
among others

Ritz, Burris,
Brashears,
& Fraze
(2013)

Determine the effects
of a time management
seminar on stress and
job satisfaction of
beginning agriculture
teachers

Secondary
agricultural science
instructors in the
first or second year
of teaching, based
on geographical
region in Texas (N =
23)

“Discipline and
motivation” measured
above a noticeable
level of stress for these
teachers, among others
(p. 7) (coded as both
Student Discipline and
Student Motivation)

Stair,
Warner, &
Moore
(2012)

Identify the current
concern level for three
distinct groups
involved in
agricultural education
at North Carolina
State University: preservice introductorylevel students, seniorlevel students, and
first year teachers

Pre-service
introductory level
students (N = 40),
Pre-service seniorlevel students (N =
15), and first year
teachers in the 20082009 school year (N
= 22)

In-service respondents
were moderatelyextremely concerned
about managing student
discipline (p. 7), among
others

Talbert,
Camp, &
HeathCamp
(1994)

Develop personal
accounts of the first
year of three
beginning agriculture
teachers

Beginning
agriculture teachers
(n = 3)

Classroom/ laboratory
management was
identified as a problem
faced by these
beginning teachers (p.
5), among others
(coded as Student
Discipline)
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Table 4.4: Student Discipline (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Touchstone Identify challenges
Agricultural
(2015)
faced by beginning
educators in Idaho (n
agricultural education = 181: 88 veteran
instructors
teachers, 36
beginning teachers,
57 building
administrators)

Findings
89.01% of respondents
agreed “classroom
management” was a
challenge for beginning
teachers (p. 9), among
others (coded as
Student Discipline)

Eleven articles included in this research synthesis contained findings
appropriately coded into the theme Student Discipline and are referenced above in Table
4.4. Four of the eleven articles used the term “classroom management” to describe this
problem (Blackburn, 2007; Mundt & Connors, 1999; Talbert, Camp, & Heath-Camp,
1994; Touchstone, 2015), which was coded into the theme Student Discipline because the
definition uses the verbiage of managing student behavior to maintain a positive
classroom environment. Findings from Ritz, et al.’s (2013) study had “Discipline and
Motivation” as a single item in their instrument and found it to cause a noticeable amount
of stress among teachers. The researcher coded this finding into both Student Discipline
and Student Motivation, found in Table 4.7.
Findings from articles coded into the theme Administrative Support are shown in
Table 4.5 below.
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Table 4.5: Administrative Support

f

Definition: Secures and maintains intentional support of the agriculture program from
school administration
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Boland,
Determine the most
Early career agriTeachers indicated
King,
common stressors new science teachers in
administrative support
Williams,
and beginning
Georgia, defined as
was a high stress item
th
Duncan, &
agricultural education those in their 5 year (p. 7), among others
Ricketts
teachers are faced with of teaching (N =
(2010)
142)

Boone &
Boone
(2007)

Examine the problems
faced by agricultural
education teachers in
West Virginia

Agriculture teachers
employed in West
Virginia in the 20022003 school year
N = 95

Administrative Support
identified as a problem
faced by beginning and
current agriculture
teachers, among others
(p. 5)

Clark,
Kelsey, &
Brown
(2014)

Explore and describe
secondary agriculture
teachers’ experiences
related to remaining in
the profession past the
point of retirement
eligibility

5 agriculture
teachers in
Oklahoma who were
eligible for
retirement

Career teachers
reported experiencing
an abundance of
support from
administrators as a
reason to remain in the
profession, among
others (p. 8)

Gilman,
Peake, &
Parr (2012)

Examine the factors
that influenced the
perceptions of job
satisfaction/
dissatisfaction among
agricultural educators
in Georgia

Agricultural
Educators in
Georgia (N = 380)

Female agriculture
teachers were least
satisfied with “level of
recognition,” need to be
properly recognized by
superiors (p. 10) (coded
as Administrative
Support)
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Table 4.5: Administrative Support (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Hasselquist, Examine how the
First and second
Herndon, & combination of district year agriculture
Kitchel
and school
teachers in
(2017)
administrative,
Kentucky, Missouri,
colleague, parental,
and Wisconsin (N =
and financial support
171)
explained levels of
teacher self-efficacy
and job satisfaction

Findings
District and School
Administration Support
were found to be
indicators of job
satisfaction, among
others (p. 8)

Kelsey
(2006)

Investigate the careerrelated experiences of
female preservice
students in the
agriculture education
department at
Oklahoma State
University and Ag Ed
teachers in Oklahoma

Female students who
took at least one
preservice course at
Oklahoma State
University from
1999-2004, and all
female agriculture
teachers in the state
(N = 78)

Female teachers
indicated subtle sexism
from administrators as
a barrier to success in
teaching agriculture (p.
7) (coded as
Administrative
Support)

Mundt &
Connors
(1999)

Identify problems and
challenges associated
with the first years of
teaching agriculture

Panel of Experts:
NVATA
Outstanding Young
Member Award state
winners for 1995
and 1996 (N = 61)

“Building the support
of administrators within
the school” (p. 6) was
identified as a very
important problem or
challenge faced by
beginning agriculture
teachers, among others

Myers,
Dyer, &
Washburn
(2005)

Develop a consensus
listing of the major
problems facing
beginning agricultural
education teachers

Beginning middle
and/or high school
agriculture teachers
in Florida (n = 41)

Teachers identified
working with
administrators and lack
of resources as major
problems faced, among
others (p. 4) (coded as
Administrative
Support)
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Table 4.5: Administrative Support (continued)
Author(s)
Study
Research Purpose
(year)
Population/Size
Stair,
Identify the current
Pre-service
Warner, &
concern level for three introductory level
Moore
distinct groups
students (N = 40),
(2012)
involved in
Pre-service senioragricultural education level students (N =
at North Carolina
15), and first year
State University: pre- teachers in the 2008service introductory2009 school year (N
level students, senior- = 22)
level students, and
first year teachers
Tippens,
Determine primary
Agricultural
Ricketts,
factors contributing to Education teachers
Morgan,
intention to leave the
in Georgia (N =
Navarro, & profession among
390), of which a
Flanders
Georgia agriculture
random sample was
(2013)
teachers
selected (n = 248)
Walker,
Garton, &
Kitchel
(2004)

Ascertain the change
in the level of job
satisfaction over time
of Missouri secondary
agriculture teachers

All agriculture
teachers in Missouri,
purposive sample (n
= 149)

Findings
In-service respondents
were moderatelyextremely concerned
about building support
of administrators (p. 7),
among others

Teachers perceived
having adequate
administrative support
and backing as an
indicator of job
satisfaction (p. 8),
among others
“Dealing with
administrators” was
overall a factor that was
disliked by respondents
(p. 5), among others;
“lack of administrative
support” was identified
as a reason for leaving

The fifth emergent theme from this research synthesis, Administrative Support, is
shown in the table above. The articles containing this theme provided a multitude of
insight for this synthesis. Two of the articles (Hasselquist, Herndon, & Kitchel, 2017;
Kelsey, 2006) only contained the theme of Administrative Support and one other in this
research synthesis. Kelsey (2006) found many female agriculture teachers experience
sexism from their administrators, which is a barrier to their success as an educator. This
was coded into the theme Administrative Support because it shows a lack of support from
these teachers’ superiors. Six articles specifically investigated problems or challenges

51

faced by teachers of School-Based Agricultural Education and found Administrative
Support to be a primary factor (Boland, et al., 2010; Boone & Boone, 2007; Mundt &
Connors, 1999; Stair, Warner, & Moore, 2012; Tippens, et al., 2013). Four more looked
into factors related to job satisfaction and identified Administrative Support as a
contributor (Gilman, Peake, & Parr, 2012; Hasselquist, Herndon, & Kitchel, 2017;
Walker, Garton, & Kitchel, 2004).
Salary emerged as the sixth theme, or factor contributing to job satisfaction and
teacher attrition in this research synthesis. Findings related to Salary are presented below
in Table 4.6.

Table 4.6: Salary

f

Definition: Feels fairly compensated for the amount of work required to be an
agriculture teacher
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Boone &
Identify and quantify
Agriculture teachers Financial Rewards
Boone
the problems faced as employed in West
(coded as Salary) was
(2009)
beginning teachers
Virginia in the 2002- found to be a moderate
and the problems
2003 school year
to strong problem faced
teachers currently
N = 95
by both beginning
face[d] in West
teachers and current
Virginia
teachers, among others
(p. 6)
Bruening &
Hoover
(1991)

Determine if factors
identified by Pajak
and Blasé (1989) can
be used to explain the
effectiveness and job
satisfaction of
secondary agricultural
instructors

All secondary
agricultural
education teachers in
the United States.
Random sample
selected, n = 363
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Teachers indicated
financial rewards of
teaching (coded as
Salary) were a negative
aspect of the profession
(p. 3)

Table 4.6: Salary (continued)
Author(s)
Research Purpose
(year)
Gilman,
Examine the factors
Peake, &
that influenced the
Parr (2012) perceptions of job
satisfaction/
dissatisfaction among
agricultural educators
in Georgia

Study
Population/Size
Agricultural
Educators in
Georgia (N = 380)

Findings
Georgia agriculture
teachers identified
salary as a job
satisfaction factor,
among others (p. 10)

Hasselquist,
Herndon, &
Kitchel
(2017)

Examine how the
combination of district
and school
administrative,
colleague, parental,
and financial support
explained levels of
teacher self-efficacy
and job satisfaction

First and second
year agriculture
teachers in
Kentucky, Missouri,
and Wisconsin (N =
171)

Financial Support was
found to be an indicator
of job satisfaction,
among others (p. 8)
(coded as Salary)

Odell,
Cochran, &
Gartin
(1990)

Investigate
relationships between
job satisfaction and
martial satisfaction of
secondary agriculture
teachers and their
spouses

Married vocational
agriculture teachers
and their spouses in
the Northeast
Region as
designated by
NVATA (N = 1541),
of which a random
sample was selected
(n = 212)

Teacher salaries of less
than $25,000 a year
showed a negative
relationship with job
satisfaction (p. 5)

Ritz, Burris,
Brashears,
& Fraze
(2013)

Determine the effects
of a time management
seminar on stress and
job satisfaction of
beginning agriculture
teachers

Secondary
agricultural science
instructors in the
first or second year
of teaching, based
on geographical
region in Texas (N =
23)

“Pay” was found to be
a cause of job
dissatisfaction (p. 9)
(coded as Salary)
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Table 4.6: Salary (continued)
Author(s)
Research Purpose
(year)
Tippens,
Determine primary
Ricketts,
factors contributing to
Morgan,
intention to leave the
Navarro, & profession among
Flanders
Georgia agriculture
(2013)
teachers
Touchstone Identify challenges
(2015)
faced by beginning
agricultural education
instructors

Study
Population/Size
Agricultural
Education teachers
in Georgia (N =
390), of which a
random sample was
selected (n = 248)
Agricultural
educators in Idaho (n
= 181: 88 veteran
teachers, 36
beginning teachers,
57 building
administrators)

Findings
Teachers perceived
adequate salary as an
indicator of job
satisfaction (p. 8),
among others
83.52% of respondents
agreed “dealing with
low pay” was a
challenge for beginning
teachers (p. 10), among
others (coded as
Salary)

Eight articles in this research synthesis determined Salary to be a contributing
factor on job satisfaction and teacher attrition in School-Based Agricultural Education.
Within this theme, phrases like “financial rewards” (Boone & Boone, 2009; Bruening &
Hoover, 1991), “financial support” (Hasselquist, Herndon, & Kitchel, 2017), and “pay”
or “low pay” (Ritz, et al., 2013; Touchstone, 2015) were coded as Salary because of their
association with the concept of feeling fairly compensated for the amount of work
required to be an agriculture teacher. Salary has long been discussed as a problem facing
the teaching profession as a whole, and research specific to agriculture teachers shows the
same.
The seventh and final theme emerging from this research synthesis is Student
Motivation, which is explained in Table 4.7.
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Table 4.7: Student Motivation

f

Definition: Exhibits practical application of techniques for fostering both intrinsic and
extrinsic motivation among students to promote engagement
Author(s)
Study
Research Purpose
Findings
(year)
Population/Size
Blackburn
Describe the current
Early career
Relationship between
(2007)
level of teacher selfKentucky agriculture student engagement
efficacy and job
teachers (N = 80)
and job satisfaction was
satisfaction among all
positive and substantial
early career Kentucky
(p. 39) (coded as
agriculture teachers
Student Motivation)
Boone &
Boone
(2009)

Identify and quantify
the problems faced as
beginning teachers
and the problems
teachers currently
face[d] in West
Virginia
Identify the teacher
preparation and inservice needs of
Georgia agricultural
education teachers

Agriculture teachers
employed in West
Virginia in the 20022003 school year
N = 95

Student Motivation was
found to be a slight to
moderate problem
faced by beginning
teachers, among others
(p. 6)

All middle and high
school agricultural
education teachers in
Georgia during the
2004-2005 school
year (N = 348)

Epps &
Foor (2015)

Describe the
differences between
novice teachers and
experienced teachers
on teacher efficacy
and job satisfaction
factors

Secondary
agricultural
educators who were
members of NAAE
in 2008 (N = 5290),
random sample (n =
361)

Teachers indicated a
need for more preservice and in-service
preparation on
motivating students to
learn (p. 8), among
others (p. 7)
Novice and
experienced teachers
were least efficacious
with items related to
student engagement (p.
14) (coded as Student
Motivation)

Rice,
LaVergne,
& Gartin
(2011)

Analyze agricultural
education teachers’
attitudes toward
selected school
components as
motivational factors to
continue teaching and
demotivational factors
to discontinue
teaching

Agricultural
education teachers in
West Virginia (N =
90)

Duncan,
Ricketts,
Peake, &
Uesseler
(2006)
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Teachers agreed that a
top motivational factor
to continue teaching
was, “highly motivated
students within the
agricultural education
program” (p. 5), and a
top demotivational
factor was “a lack of
student motivation,” (p.
6) among others

Table 4.7: Student Motivation (continued)
Author(s)
(year)
Ritz, Burris,
Brashears,
& Fraze
(2013)

Stair,
Warner, &
Moore
(2012)

Research Purpose
Determine the effects
of a time management
seminar on stress and
job satisfaction of
beginning agriculture
teachers
Identify the current
concern level for three
distinct groups
involved in
agricultural education
at North Carolina
State University: preservice introductorylevel students, seniorlevel students, and
first year teachers

Study
Population/Size
Secondary
agricultural science
instructors in the
first or second year
of teaching, based
on geographical
region (N = 23)
Pre-service
introductory level
students (N = 40),
Pre-service seniorlevel students (N =
15), and first year
teachers in the 20082009 school year (N
= 22)

Findings
“Discipline and
motivation” measured
above a noticeable
level of stress for these
teachers, among others
(p. 7) (coded as both
Student Discipline and
Student Motivation)
In-service respondents
were moderatelyextremely concerned
about motivating
students (p. 7), among
others

The findings of the above seven articles include reference to Student Motivation
as a problem facing agriculture teachers. Articles not specifically using the term “student
motivation” were coded into this theme because of their reference to student engagement,
which falls into this theme because the definition of Student Motivation describes
motivation as a tool to promote engagement (Blackburn, 2007; Epps, & Foor, 2015). It
should be noted that all seven of these articles were published in the last eleven years.

Presence of Research Through the Years
In an effort to further analyze the research included in this research synthesis, the
researcher created a frequency distribution of articles conducted on job satisfaction and
retention/attrition of School-Based Agricultural Educators over the years. The articles
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were grouped in five-year increments and are presented in order of most recent to least
recent. This frequency distribution can be found in Table 4.8.

Table 4.8: Frequency Distribution of Research in this Synthesis

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

15

39.4%

39.4%

2008 – 2012

12

31.6%

71.0%

2003 – 2007

6

15.8%

86.8%

1998 – 2002

2

5.3%

92.1%

1993 – 1997

1

2.6%

94.7%

1988 – 1992

2

5.3%

100.0%

Total

38

n = Number of articles containing theme

It is interesting to see the vast majority (71.0%) of research conducted on the
topic of job satisfaction, retention, and attrition of School-Based Agricultural Educators
has been published in the last ten years, with an even more significant majority (86.8%)
having been conducted in the last fifteen. This evidence coincides with the National
Association of Agricultural Educators’ creation of their National Teach Ag Campaign in
2009, which exists as an effort to recruit and retain agriculture teachers in the profession.
With the exclusion of the one article published in 2008 (Chenevey, Ewing, &
Whittington, 2008), 68.4% of the research on this topic were published since the
inception of the National Teach Ag Campaign in 2009. It is clear from these data that the
issues investigated in this research synthesis have been a primary focus of the field of
agricultural education for at least the last ten years.
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For further analysis, an additional frequency distribution was created for each
theme. Frequency distribution tables for each of the seven themes, Tables A1 thru A7,
can be found in Appendix B. Most of the specific frequency distributions for the seven
individual themes follow a similar pattern to the overall distribution. To further depict
how the dominance of these themes changed throughout the years of this synthesis,
Figure 4.1 was created and shown below.

Figure 4.1: Frequences of Themes Over the Years

f

Number of Articles Containing Theme

Frequencies of Themes Over the Years
10
9
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7
6
5
4
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Adminstrative Support Salary

Student Discipline

Student Motivation

The bar chart in Figure 4.1 shows the number of articles containing each theme
within five-year groups throughout the thirty years of this research synthesis. The only
two emergent themes in the first five years of this synthesis, 1988 - 1992, were WorkLife Balance and Salary. Work-Life Balance is also the most prominent theme in the last
ten years of research, which shows the relevance and longevity of this job satisfaction
factor. Workload rose above the other themes in the years 2003 - 2007 and remained
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second most prevalent in the most recent ten years, which shows this theme, or factor, is
more recently a problem for teachers of School-Based Agricultural Education.
The purpose of this thesis was to synthesize research conducted on School-Based
Agricultural Educator retention and attrition in order to identify prevalent problems
facing agriculture teachers which may contribute to the decision to leave the classroom.
The tables above outlined findings from the thirty-eight articles included in this research
synthesis, which were all investigating specific problems facing agriculture teachers
related to job satisfaction, retention, and attrition. The tables provided in this chapter
provided answers the research synthesis questions:
1. What studies have been done within the agricultural education field on retention,
attrition, and job satisfaction of School-Based Agricultural Educators?
2. What populations have been studied within the research on teacher retention,
attrition, and job satisfaction in agricultural education?
3. What is the purpose of studies conducted on agriculture teacher retention,
attrition, and job satisfaction?
4. What findings have been made regarding job-related factors as contributors to
agriculture teacher job dissatisfaction and attrition?
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CHAPTER V: SUMMARY, IMPLICATIONS, AND RECOMMENDATIONS
Summary
In order to effectively summarize the findings of this research synthesis, reference
will be made back to the theoretical framework outlined in Chapter 2. The theoretical
framework included explanation of Behaviorism’s Stimulus-Response Theory in addition
to Attribution Theory. Several key ideas came forth in the review of these two theories.
First, from Stimulus-Response Theory, it should be noted that all behaviors, no matter
how complex, can be reduced to a simple stimulus-response association (Watson, 1913).
From this, the researcher can reasonably suggest there must be reasons, or stimuli,
leading to the behavioral response of teacher attrition. From the research, the following
stimuli were revealed as contributors to job dissatisfaction and teacher attrition:
1. Work-Life Balance
2. Workload
3. Time Management
4. Student Discipline
5. Administrative Support
6. Salary
7. Student Motivation
Further explanation is needed on the nature of these factors, which emerged as
prevalent themes in this research synthesis. Weiner’s (1974) Attribution Theory helps in
explaining these factors. According to Attribution Theory, all behaviors are classified
along three causal dimensions: locus of causality, stability, and controllability. While this
research synthesis is not at liberty to suggest exactly how each of the seven factors found
in agricultural education research would be classified along Attribution Theory’s causal
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dimensions without conducting a study to determine those classifications, the theory
allows the researcher to know each of these stimuli would have to be classified in some
way and posits each would be classified differently.
Figure 5.1 below provides a conceptual model of the findings of this research
synthesis. From the presentation and analysis of results in the previous chapter, seven
prevalent factors were found as emergent themes. Per these findings and the theoretical
framework, the researcher suggests these seven job-related stressors are stimuli which
contribute to the phenomena of job satisfaction and teacher retention or attrition in
School-Based Agricultural Education (SBAE). This is conceptualized in Figure 5.1
below.
Figure 5.1: Factors Contributing to SBAE Job Satisfaction, Retention, and Attrition
Student
Discipline
Time
Management

Administrative
Support

Workload

Work-Life
Balance

Salary

SBAE Job
Satisfaction &
Teacher
Retention or
Attrition
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Student
Motivation

f

Efficiencies and Deficiencies in the Research Base
Several key conclusions are made about the efficiencies and deficiencies in the
existing research on agricultural educator job satisfaction, retention, and attrition.
Agricultural education effectively researches these phenomena in an effort to support and
retain teachers in the profession, within certain regions. The Southeast and Northeast
regions of the United States are extensively studied in research on job satisfaction and
teacher retention or attrition, in addition to Texas and Oklahoma. However, the Midwest
and Western regions of the country, for the most part, have yet to undergo extensive
studies on this topic. Per the findings presented in Chapter 4, Figure 5.2 below presents a
map of the populations studied in the research included in this synthesis.
Figure 5.2: Geographic Location of Research Published

Legend:

- Populations specifically studied
- Populations not specifically studied
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The states shaded in blue above represent populations which have undergone
specific research related to the problems agriculture teachers face in the classroom. The
states unshaded, or in grey, represent populations which have not been specifically
studied. It should be noted that five of the articles included in this synthesis were
conducted on a random sample of a nationwide population (Bruening & Hoover, 1991;
Foster, 2001; Mundt & Connors, 1999; Smalley & Smith, 2017; Epps & Foor, 2015).
However, the intentional research on state or regional populations provides richer
information about the problems facing those populations than does a random sample of a
significantly larger, nationwide population.

Implications and Recommendations for the Profession
In the theoretical framework of this thesis, discussion was made on the
importance of determining causality, or attributions, for behavior. Perceived
understanding or mastery occurs when causality is determined, which provides a sense of
confidence about a given topic. Given the influx of research on factors contributing to job
satisfaction and teacher retention or attrition in School-Based Agricultural Education
(SBAE) in the last thirty years, the research base is saturated with knowledge about the
problems faced by agricultural educators. This research synthesis, however, provides an
analysis and summary of factors found in research from the last thirty years. This
comprehensive list of problems facing agricultural educators has the potential to be
pivotal in efforts to increase teacher retention and minimize the shortage of teachers of
SBAE.
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Knowledge of the seven most prevalent problems facing agricultural educators,
according to research on Attribution Theory, can provide a sense of confidence to
stakeholders of School-Based Agricultural Education who are continuously working to
provide support to these teachers in an effort to prepare and retain them in the profession.
This list of factors should be utilized in the development of teacher education programs
and professional development opportunities as the concepts which require efficacy and
mastery among these teachers.
Furthermore, understanding attributions provides information which shapes future
behavior, and allows the spectator to anticipate future behavior. In a study investigating
attribution theory among teachers and students, it was found the more a teacher
understands causes of student behavior, the more able the teacher was to influence
student behavior and decision making (Gaier, 2015). From this, it is reasonable to suggest
this comprehensive list of factors influencing job satisfaction and teacher retention or
attrition will allow stakeholders to predict teacher attrition and influence teachers’ job
satisfaction before it reaches the severity of leaving the classroom.
Because teacher retention has been a consistent problem facing School-Based
Agricultural Education for many years, several professional development programs
already exist to provide assistance to in-service agriculture teachers. The National
Association of Agricultural Educators sanctions many of these programs, including the
Teachers Turn the Key Scholarship Program for second, third, and fourth year agriculture
teachers; and the XLR8 Experienced Teacher Program for seven- to fifteen-year
agriculture teachers. The researcher recommends the consideration of the list of factors
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found in this research synthesis in the development of further curriculum for these
programs, if not already sufficiently addressed.
Some ways the National Association of Agricultural Educators could implement
these findings into their programming would be to discussions on their Communities of
Practice website, where agricultural educators have the opportunity to share ideas and
discuss questions they may have about the profession. Teachers who are perceived as
“experts” on managing these job satisfaction factors could be recruited to share their
ideas and strategies online, where the discussion thread would be permanently saved for
current and upcoming teachers to view.
In addition, Teacher Education Programs around the country who prepare
agriculture teachers should consider the findings of this research synthesis. It is
reasonable to suggest that if pre-service agriculture teachers are effectively taught how to
cope with the problems research shows they will face once they enter the classroom, they
may have an increased ability to overcome the problems when they arise. Thus, it is
imperative for Teacher Education Programs to include the seven job-related factors from
the findings of this research synthesis in their curriculum.
The incorporation of these factors into Teacher Education Programs’ curriculum
could manifest itself in a variety of ways. Firstly, it could come in the form of specific
lessons or units built into classes required of the pre-service teachers in their program.
Secondly, each department or an extracurricular organization associated with the
department could invite guest speakers to discuss these topics with pre-service teachers,
in order to start the reflective process within these future teachers on how they will
combat these factors when they are in the classroom. Additionally, when pre-service
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agricultural educators complete observation hours of teachers in classrooms, Teacher
Education Programs could ask very specific reflection questions regarding these factors.
For example, pre-service teachers could be asked to write a paragraph about how their
observation teachers managed time, communicated with administration, and juggled
workload. This, again, would spark reflective thought on how they might handle these
problems when they arise in their own classroom.
With the ongoing shortage of School-Based Agricultural Educators as persistent a
problem as it has been in recent years and the knowledge of teacher attrition as a
contributor, there is no time to waste in understanding the specific factors influencing
these teachers’ job satisfaction and their decision on whether or not to remain in the
classroom. However, gaining understanding is not enough. Stakeholders of SBAE must
begin to take action and provide intentional support to both pre-service and in-service
teachers in this discipline, to target the teacher attrition problem at its source and
encourage these teachers to remain in the profession.

Recommendations for Future Research
Several recommendations for future research are made following this research
synthesis. The first, referring to the map found in Figure 5.2, is for more specific and
targeted research to be conducted on agriculture teachers in the Midwest and Western
United States to determine the specific problems faced by those teachers. Differences in
culture, teacher preparation, and state or regional support for School-Based Agricultural
Educators could results in very different problems faced by these teachers from state to
state. After more state and regional populations of agriculture teachers are studied in the
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aforementioned areas, an additional research synthesis on this topic could be conducted
to provide a richer, more comprehensive list of factors contributing to job satisfaction and
teacher retention or attrition.
After more substantial research is conducted on the aforementioned populations, a
factor analysis should be conducted on these themes to determine their relevance and
validity. This factor analysis could help to create a multitude of surveys, which could be
used to predict attrition, encourage retention, and provide intentional support to in-service
agriculture teachers.
Furthermore, the researcher recommends additional teacher attrition research be
conducted utilizing Attribution Theory as a theoretical lens. It was mentioned earlier in
this chapter that in this research synthesis, it is impossible to determine exactly where
along the three causal dimensions of behavior each of the seven emergent themes of this
synthesis would be classified. The researcher recommends intentional, targeted studies
investigating teachers’ attributions of each of the factors brought forth in this research
synthesis in their decision to remain in the classroom or to leave. Knowing exactly how
each would be classified would allow stakeholders to more adequately predict teacher
attrition, provide support, and influence teachers to stay in their jobs.
Upon implementation of curricula including the factors from this research
synthesis as competencies within programs for pre-service and in-service teachers, it is
recommended that further analysis be done on the efficacy of these programs and the
impact they have on job satisfaction, retention, and attrition of School-Based Agricultural
Educators. This influential research could be utilized or repeated across educational
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platforms in an effort to provide intentional support to teachers in a variety of content
areas, specific to their individual needs.

Closing Remarks
The purpose of this thesis was to synthesize research conducted on School-Based
Agricultural Educator retention and attrition in order to identify prevalent problems
facing these teachers which may contribute to the decision to leave the classroom. From
the thirty-eight articles considered in this research synthesis published on agricultural
educator job satisfaction, retention, and attrition in the last thirty years, seven themes
emerged as the prevalent problems facing these teachers:
1. Work-Life Balance
2. Workload
3. Time Management
4. Student Discipline
5. Administrative Support
6. Salary
7. Student Motivation
With the recommendations made in this chapter for professional development
organizations and Teacher Education Programs to consider these factors in their curricula
and for further research to be conducted to determine how these factors would be
classified along Weiner’s (1974) causal dimension of attribution, stakeholders of SchoolBased Agricultural Education can begin to be proactive rather than reactive in combatting
teacher attrition and minimizing the teacher shortage.
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APPENDIX A
Individuals Involved in the Definitions Audit Trail
The following individuals were consulted in the establishment of an audit trail for
this thesis and approved the operational definitions of each of the emergent themes
serving as factors contributing to job satisfaction, retention, and attrition of School-Based
Agricultural Educators.

Dr. Rebekah Epps: University of Kentucky
Dr. Stacy Vincent: University of Kentucky
Dr. Jay Jackman: National Association of Agricultural Educators, University of Kentucky
Dr. Laura Rice: University of Kentucky
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APPENDIX B
Frequency Distribution Tables
Table A1: Frequency Distribution of the Theme Work-Life Balance

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

10

43.5%

43.5%

2008 – 2012

8

34.8%

78.3%

2003 – 2007

1

4.3%

82.6%

1998 – 2002

2

8.7%

91.3%

1993 – 1997

0

0%

91.3%

1988 – 1992

2

8.7%

100.0%

Total

23

n = Number of articles containing theme

Table A2: Frequency Distribution of the Theme Workload

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

7

36.8%

36.8%

2008 – 2012

6

31.5%

68.3%

2003 – 2007

4

21.1%

89.4%

1998 – 2002

1

5.3%

94.7%

1993 – 1997

1

5.3%

100.0%

1988 – 1992

0

0%

100.0%

Total

19

n = Number of articles containing theme
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Table A3: Frequency Distribution of the Theme Time Management

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

4

33.4%

33.4%

2008 – 2012

5

41.7%

75.1%

2003 – 2007

1

8.3%

83.4%

1998 – 2002

1

8.3%

91.7%

1993 – 1997

1

8.3%

100.0%

1988 – 1992

0

0%

100.0%

Total

12

n = Number of articles containing theme

Table A4: Frequency Distribution of the Theme Student Discipline

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

3

27.3%

27.3%

2008 – 2012

3

27.3%

54.6%

2003 – 2007

3

27.3%

81.9%

1998 – 2002

1

9.1%

91.0%

1993 – 1997

1

9.1%

100.1%

1988 – 1992

0

0%

100.1%

Total

11

n = Number of articles containing theme

Table A5: Frequency Distribution of the Theme Administrative Support

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

5

45.4%

45.4%

2008 – 2012

3

27.3%

72.7%

2003 – 2007

2

18.2%

90.9%

1998 – 2002

1

9.1%

100.0%

1993 – 1997

0

8.3%

100.0%

1988 – 1992

0

0%

100.0%

Total

11

n = Number of articles containing theme
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Table A6: Frequency Distribution of the Theme Salary

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

4

50.0%

50.0%

2008 – 2012

2

25.0%

75.0%

2003 – 2007

0

0%

75.0%

1998 – 2002

0

0%

75.0%

1993 – 1997

0

0%

75.0%

1988 – 1992

2

25.0%

100.0%

Total

8

n = Number of articles containing theme

Table A7: Frequency Distribution of the Theme Student Motivation

f

Years

Frequency (n)

Relative
Frequency (%)

Cumulative
Frequency (%)

2013 – 2018

2

28.6%

28.6%

2008 – 2012

3

42.8%

71.4%

2003 – 2007

2

28.6%

100.0%

1998 – 2002

0

0%

100.0%

1993 – 1997

0

0%

100.0%

1988 – 1992

0

0%

100.0%

Total

7

n = Number of articles containing theme
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